(FWC). They showed that work overload and working hours related more strongly to WFC than FWC, whereas parental overload and parenting time related more strongly to FWC than WFC. Frone (2003) also suggested that high social support at work is related to low WFC, and high social support at home is related to low FWC.
Yet, Frone (2003) did not draw any conclusion about putative antecedents of work-family facilitation.
Work by Grzywacz and Marks (2000) was one of the few empirical studies that tentatively suggested that work demands and family demands were unrelated to both types of facilitation (WFF and FWF); whereas work-related social support might be positively related to both types of facilitation, and family related social support might be positively related to only FWF. In a further examination of the processes underlying work-family facilitation, O'Driscoll, Brough, and Kalliath (2006) argued that a central construct leading to work-family facilitation is exploitable family and work-related resources, and work-family facilitation is more likely to occur when resources in one domain are exploitable and can be utilized in the other domain. It implies that not all support necessarily leads to work-family facilitation. Only support that can be used to enhance one's psychological functioning in the other domain will elicit work-family facilitation.
In short, empirical evidence suggests that different components of work-family balance are distinct, and each has its own pattern of relationships with other variables. The processes underlying workfamily conflict cannot be generalized to work-family facilitation. Our study extends previous work by testing hypotheses generated from work by Frone (2003) as well as O'Driscoll et al.'s (2006) recent theoretical propositions. It is anticipated that work demands will be the most important antecedent of WFC, whereas home demands will be the most important antecedent of FWC; social support may relate to the conflict component of work-family balance, but more importantly, work support will be the most important antecedent of WFF, whereas home support will be the most important antecedent of FWF. It is also expected that the specific characteristics of social support may underpin the operation of work-family facilitation. In particular, resources gained in the work domain that are exploitable and can be utilized in the family domain (and vice versa) will enhance the facilitation component of work-family balance.
Potential Antecedents of Work-Family Balance
In the family domain, child care responsibility has long been treated as a central source of role overload. The younger the child, the more child care demands are placed on the parents. As a result, these elevated parenting demands and daily job activities interfere with each other. For example, Frone and Yardely (1996) found negative relationships of age of youngest child with FWC and WFC.
Luk and Shaftter (2002) also found that parental demand was a significant positive predictor of FWC and WFC in Hong Kong. For the first-time parent, the child care demands might be more acute as they must readjust their lives to accommodate a child in the home. Most Chinese parents remain first time parents as they do not have additional children, so the impact of the "first child" should be especially prominent in China. Therefore, we propose:
Hypothesis 1: The age of child is negatively related to FWC and WFC.
Presumably, paid domestic help might buffer the effects of work demands on work-family conflict.
However, in a Hong Kong sample (Luk & Shaffer, 2002) , paid domestic help was found to be linked to a reduction in family role demands, but was not related to FWC or WFC. Spector et al. (2007) also looked at paid help and found weak correlations with WFC. These findings suggest that paid domestic help has little impact on conflict perceived by working parents, so we do not expect that the availability of paid domestic helper will be related to FWC, and this support is not likely to be utilized in the workplace; thus, it should be even less related to FWF. Nevertheless, the current study presents a tentative test of putative antecedents of work-family balance, paid domestic helpers are common in Chinese society, and it's usually treated as a relevant variable, so we included it in our analysis.
Elderly domestic helpers can be a frequent source of support for working parents. Support from spouses has been found to be important in reducing work-family conflict for dualcareer couples (Berkowitz & Perkins, 1984; Rosin, 1990 To test the outcome hypotheses predicting job satisfaction, affective organizational commitment, career and life satisfaction, we conducted regression analysis where the fourfold taxonomy of workfamily balance was entered simultaneously. The results are presented in Table 3 . Regarding the investigation of the relationship between work-family conflict and outcome variables, WFC was negatively related to only life satisfaction (β = −.14, p < .05); it was positively related to organizational commitment (β = .22, p < .01) and job satisfaction (β = .15, p < .05). Hypothesis 5 regarding workfamily facilitation received strong support, both WFF (β = .37, p < .01) and FWF (β = .26, p < .01) were related to job satisfaction, and WFF was positively related to organizational commitment (β = .19, p < .05), career satisfaction (β = .36, p < .05), and life satisfaction (β = .40, p < .01).
Discussion
The current study examined antecedents and outcomes in relation to a fourfold taxonomy of workfamily balance in dual-career parents in China. The results of the confirmatory factor analysis demonstrated the factorial validity of the fourfold taxonomy of work-family balance in a Chinese sample. The findings generally supported the relative salience of family and work antecedents and resources in relation to work-family balance. In the family domain, age of the child was negatively related to WFC only but not to FWC. It appears that one-child policy made parenting an especially rare experience for Chinese parents. During their child's infancy and childhood years, the workfamily map is likely to be structured in favor of the family, especially the child, so they feel that work interferes with family. Results showed that age of child was also related to FWF. This might suggest that new parental involvement be associated with positive affect and rewards of parenting experiences that can be transferred to work.
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that sharing, recognition, and support of highly relevant coworkers about focal employees' efforts in balancing work and family, contribute very much to their perception of work-family balance. The link of family-friendly coworkers with FWF may occur as the employees with supportive families tend to be more popular among coworkers.
Despite the commonly held assumption that work-family conflict is negatively related to workrelated outcomes, our study suggested that WFC was positively related to job satisfaction and organizational commitment and not related to career satisfaction. This result may be caused by the potential problems with multicolinearity because the correlation between WFF and FWF was high.
However, even by just examining the zero-order correlation matrix, we failed to find significant negative correlations of WFC with job satisfaction, organizational commitment, and career satisfaction. These results may be attributed to Chinese collectivistic culture that values loyalty and relationships at work. Another important social virtue of Confucianism is "forbearance" (Hwang, 1997) : the employees who practice Confucian forbearance will likely tolerate WFC rather than express dissatisfaction or low commitment. Our results also corroborate the Spector et al. (2007) findings that the links between work-family conflict and job attitudes among Chinese are not as strong as those found in individualistic countries. This is not to say that Chinese people are immune to work-family conflict. Actually, our study showed that WFC was negatively predictive of life satisfaction. In Chinese society, WFC, instead of FWC, may represent a primary threat for an individual's overall sense of well-being (Aryee et al., 1999) . Of greater importance were the outcomes of work-family facilitation. The results showed that both WFF and FWF were positively related to job satisfaction. Control over work and family roles may enhance performance, leading to selfesteem and receipt of valued material rewards and, ultimately, job satisfaction. WFF had a positive relation to career satisfaction; this suggests that WFF per se indicates favorable rewards and benefits from involvement in the work role and leads to positive evaluation about general career choice and progress. WFF was also found to predict life satisfaction. In a dynamic economy, WFF may be more critical in constructing overall self-efficacy or mastery that has direct implications for an individual's overall satisfaction. Limitations of our study should be noted. First, paid and elder domestic help were measured by two individual dichotomously scored items that may not discriminate among various degrees of the quality of domestic help. Second, organizational family-friendly policy was measured with a single item that might not completely cover the entire domain of such policies. Third, this study was crosssectional that limits the ability to draw causal conclusions. Despite these methodological shortcomings, this study takes an important step in testing how family demands and resources combine with work demands and resources to influence a fourfold taxonomy of work-family balance. The findings of our study supported Frone's theoretical propositions in that demands relate to work-family conflict, but not to work-family facilitation; social support relates to conflict, but more importantly, it relates to facilitation. Yet, the results only partially support the domain specificity hypothesis, as age of child was found to be related to WFC, instead of FWC; spouse support has positive effects on FWF, but also on WFF, and the same pattern was also found with family-friendly coworkers. Reflecting on O'Driscoll et al. 's (2006) propositions about family and work-related resources that may lead to work-family facilitation, we found that it is not "what" but "who" that matters, as social support from certain sources better predicts facilitation. These findings expand a general theoretical proposition about a beneficial role of social supports in enhancing work-family facilitation by differentiating the effects of social support by sources. New parenting experiences were also found to relate to FWF. If this result was replicated, particularly in a Western context, it might suggest that new parental involvement would also be associated with positive affect and rewards of parenting experiences. Last but not least, our study finds somewhat different relationships with Chinese employees than has been found among Western employees. We believe our results can be generalized further within Greater China, and maybe even other Asian countries such as Korea or Singapore, because they share high collectivism (Oyserman, Coon, & Kemmelmeier, 2002 ). Such knowledge is also needed for future research to further investigate the fourfold taxonomy of work-family balance in both Chinese and Western societies.
